Abstract: This paper investigates the impact of organisational culture on management accounting and control (MAC) practices in the United Arab Emirates (UAE). Data were collected using a self-administered survey of companies and multiple regression analysis (ordinary least squares) was employed to test the study's hypotheses. Empirical results show internal organisational cultures characterised by high levels of adhocracy (adaptability) or low levels of hierarchy appear to be more conducive to the adoption of MAC practices. On the other hand, organisations with a more market-oriented culture seem to be less reliant on budgeting as a means for exerting management control. In addition, the service industry displays significant differences in its MAC practices relative to other sectors' behaviour. This investigation thus yields new insights into the influences affecting implementation of MAC practices, which is useful for researchers, corporate managers, and other stakeholders.
Introduction
Recent decades have witnessed great advances in management accounting and control (MAC) practices designed to improve decision making in an increasingly competitive and dynamic business environment. Previous empirical studies have shown that successful implementation of these practices often depends on some firm internal characteristics such as organisational structure, company size, management technology, and core competency aims as well as changes in work patterns, attitudes, information and communication technologies (Abdel-Kader and Luther, 2008; Ramli et al., 2014; Xiao et al., 2011) . Other studies have examined the impact of firm external factors such as ethical position, environmental uncertainty, and customer power on the adoption of various MAC methods (Abdel-Kader and Luther, 2008; Douglas et al., 2007; Frow et al., 2009 ). In addition, several scholars have demonstrated that factors such as national culture or political processes have an influence on the use of certain MAC practices within or across companies (Douglas et al., 2007; Wahyudi, 2007) . However, this previous research has said little about the process of choosing these practices within their organisational context (Frow et al., 2009) .
Hence, the present study contributes to existing literature by investigating the effect of internal organisational culture on MAC practices. In doing so, it couches the research in the logic of contingency theory as a plausible description of how organisational culture and other explanatory variables may affect such practices. A more nuanced understanding of internal decision mechanisms might prove helpful in facilitating adoption of MAC practices and improving company performance (Baird et al., 2011; Otley, 2016) . Unlike previous research that examined just a single practice, or at most a few of them, the present study investigates a more comprehensive range of MAC (dependent) variables (Mundy, 2015) . Here, the inquiry involves three groups of internal explanatory variables (namely, organisational culture as well as firm and respondent demographic characteristics). Whereas earlier work may have underestimated the importance of industry type on management accounting practices (Messner, 2016) , it also includes a statistical analysis by industry type and several robustness checks to ensure the results' reliability. Finally, the study focuses on MAC practices in the United Arab Emirates (UAE), a non-western, emerging market.
During the past decade, the UAE witnessed diversified, rapid economic growth. This growth, however, was not accompanied by adoption of advanced MAC practices (McLellan and Moustafa, 2008) , perhaps due to insufficient awareness on the part of corporate management and the lack of an appropriate regulatory framework. Together with a high level of management decision-making discretion, these issues remain characteristic of organisational culture and management accounting in the UAE. In 2014, the Dubai Financial Market (DFM) joined the MSCI Emerging Market Index as a way to integrate with international markets. Successful integration, though, will demand more efficient MAC practices to increase investors' confidence. Empirical results of this study show internal organisational cultures characterised by adhocracy (adaptability) or low levels of hierarchy are more amenable to the adoption of MAC practices by the UAE's firms. In contrast, companies with a market-oriented organisational culture appear to be less supportive of certain MAC practices such as budgeting. Moreover, the study's findings reveal significant differences in the service industry's MAC practices compared to other sectors' behaviour. The section following this introduction reviews the literature and develops hypotheses. Next, the article explains the choice and use of the study's methodological framework as well as measurement of the included variables. It then goes on to present and discuss the empirical results. The final section summarises the discussion, and offers suggestions for both practitioners and researchers.
Literature review and hypotheses development

Contingency theory
Previous studies related to MAC practices have relied heavily on contingency theory, which developed from the idea that no general solution to MAC problems was feasible (Chenhall, 2006) . In this context, studies seeking to explain the content and/or use of the MAC practices have long relied heavily on several contingency variables describing organisational structures (Otley, 1980) . Over time, researchers have examined an ever expanding list of additional variables, seeking to understand the relationships between multiple contingent and control factors in determining the effectiveness of various MAC systems (Fisher, 1995) .
Among potential explanatory variables, some studies have employed environmental uncertainty and competitiveness (Burns and Stalker, 1961) . Woodward (1965) also stressed the technology implemented (i.e., the production system) as a further important contingent variable. Strategy or its antecedent, value logic, has been a favourite variable in both qualitative and quantitative explanations of MAC behaviour too (Klassen, 2014; Langfield-Smith, 1997) . However, largely because investigators have tended to choose disparate typologies for strategies, their conclusions have been non-cumulative. Investigators also have examined national culture as a potential explanatory variable (Otley, 2016) . Nevertheless, previous studies which focused solely on national culture may include considerable error because the behaviour of individual employees in organisations may differ substantially from stereotypical national norms (Otley, 2016) .
In contrast, organisational culture potentially may be more useful (Fisher, 1995; Hartnell et al., 2011) . The term denotes a set of social norms, values and beliefs that are shared by members of an organisation and that influence their actions (Schein, 1985) . By surveying individual respondents' norms, values, and beliefs, researchers can discover the dominant culture within an organisation. Fisher (1995) reasons that the existence of a strong internal culture may substitute for other control processes, which can influence the design of MAC systems. Furthermore, Otley (2016) argues that an organisation can manage its internal cultural environment to a considerable extent, asserting that "significant examples exist of training regimes that have changed the behaviours of key employees in certain organisations" (p.51).
Another set of explanatory variables in contingency theory comprise measures of effectiveness, typically indicators of financial performance such as profit or return on investment. Of course, financial performance itself is a contingent variable affected by a multitude of factors. Where models contain even just a few contingent variables, though, great difficulties consequently arise in analysing and interpreting the results (Burkert et. al., 2014; Otley, 2014) . More recent studies suggest that besides 'traditional' contingent variables, the content and trajectory of an organisation's development influence overall management control systems (Otley, 2016) . As external changes occur due to technological disruptions and increasing global competition, organisations adapt their control systems accordingly. In doing so, they often add loosely coupled new features and remove outdated practices or allow them to fall into disuse. Such systems constitute 'packages of practices', which are subject to frequent modification (Mundy, 2015) . Although the contingency theory has proved successful during the past decades in explaining the fit between various contingencies and MAC practices in certain situations, it has faced some difficulties obtaining widely generalisable results (Otley, 2016) .
The present study nevertheless has adopted contingency theory as the larger framework for exploring management accounting in the UAE. It pays particular attention to MAC practices and organisational culture as areas in which useful progress now seems most likely. However, the intention is not to test contingency theory in ways that positivistic approaches might demand, but rather to employ it as a language for examination and discussion of a specific empirical situation. In this fashion, it proves helpful in developing hypotheses for testing involving types of organisational culture as explanatory variables and packages of loosely connected MAC practices as dependent variables. The results offer insights leading to sensible suggestions for corporate managers and for future research.
Organisational culture and behaviour
Scholars view organisational culture as a variable that corporate management can control to achieve specific purposes (Peters and Waterman, 1982) . Moreover, several investigators have suggested that organisational context and structure affect various types of control systems (Libby and Waterhouse, 1996) and particularly their implementation (Williams and Seaman, 2001) . It therefore seems reasonable that the beliefs, values, and structures in an organisation's internal environment will influence its management's choice of MAC practices. Numerous empirical studies have examined relationships among environmental factors, institutions, national culture, innovation, and effectiveness. For example, Chow et al. (2002) found a significant relationship between the fit of employees' preferences with an organisation's culture and their commitment, job satisfaction, and propensity to remain with the organisation in Taiwan. More recently, another stream of research has employed organisations' internal culture to analyse observed differences in their effectiveness (e.g., Baird et al., 2011; Goyal et al., 2013) . For a variety of reasons, however, the majority of the relationships discovered have been moderately weak at best (Hartnell et al., 2011) .
Organisational culture and MAC practices
The organisational culture model (Cameron and Quinn, 1999) classifies an organisation's culture into one of four types: clan, adhocracy, market, and hierarchy. The adhocracy cultural type is externally oriented and values growth, autonomy, variety, and stimulation (Denison and Spreitzer, 1991) . A cornerstone in this cultural type is autonomy, which plays a positive role in improving employees' attitudes toward their workplace. Organisations characterised by adhocracy thus encourage members to be creative, adaptable, and take risks. Such behaviour supposedly stimulates innovation and makes use of flexible organisational structures to satisfy customer requirements (Cameron and Quinn, 1999) .
The market cultural type also is externally oriented, but relies heavily on control mechanisms in pursuit of greater productivity, improved competitiveness, and more shareholder value in the short and intermediate term (Cameron and Quinn, 1999) . Members of market-type organisations value competence and achievement. They emphasise planning, a task focus, centralised decision making, and clearly specified goals as means to achieve some targets such as better product quality, larger market share, and higher profitability (Cameron and Quinn, 1999) . Previous research explains the impact of market orientation on MAC practices as the product of competitive pressures, strategic adaptation and budgetary control style, among other things (Chenhall and LangfieldSmith, 1998; Libby and Waterhouse, 1996; Williams and Seaman, 2001 ). In addition, the existence of an intensely competitive environment appears to necessitate more sophisticated and innovative MAC practices to reduce uncertainty, improve managerial decision making processes, and control managerial behaviour (Libby and Waterhouse, 1996) . Accordingly, the present study first tests the following hypotheses:
H 1A There is a significant positive relationship between organisations with a culture of adhocracy and the adoption of (MAC) practices.
H 1B There is a significant positive relationship between organisations with a market culture and the adoption of (MAC) practices.
The clan cultural type is internally oriented and values affiliation, attachment, membership, and support. Its members favour teamwork, participation, employee involvement, and open communication, which foster employee satisfaction and commitment (Cameron and Quinn, 1999) . The primary organisational goals in a clan culture depend on employees' needs rather than growth targets. The management style is more consensual and thus may not put much value on control systems such as budgets (Goddard, 1997) , or on innovative choices (Janis, 1982) . The hierarchy cultural type is internally oriented too, but supported by control mechanisms. In this culture, rules, formalisation, routinisation, consistency, stability, and predictability supposedly promote smooth functioning, timeliness, and efficiency (Denison and Spreitzer, 1991) . Although a formalised work environment may ensure smooth-running operations (Cameron and Quinn, 1999) , it also may have some downside effects due to the lack of employee autonomy to use innovative MAC practices. It therefore may not be suitable for companies operating in a rapidly changing business environment (Pierce and Delbecq, 1977) because employees may have limited authority to implement new practices away from company manuals. Consequently, this cultural type may result in competitive disadvantages due to reduced job satisfaction and lack of timely decisions (Oldham and Hackman, 1981; Wally and Baum, 1994) , which may demotivate employees with regard to initiating implementation of new MAC practices.
In addition, the UAE local environment is characterised by a codified legal system, high uncertainty avoidance, and power-distance national cultural values (Hofstede, 1980) . These national contingent characteristics may be conducive to a culture of corporate secrecy and conservative accounting (Gray, 1988) . They also may induce low levels of financial disclosure, render investors more risk-averse, and strengthen corporate hierarchies. Yet few investigators have examined relationships between firm-specific characteristics and MAC practices in the UAE empirically (McLellan and Moustafa, 2008 ). An exception is recent research by Halbouni and Nour (2014) , who found MAC practices are affected by globalisation, information technology, and company size.
Hence, the present study tests two more hypotheses:
H 2A There is a significant negative relationship between organisations with a clan culture and the adoption of (MAC) practices.
H 2B There is a significant negative relationship between organisations with a hierarchy culture and the adoption of (MAC) practices.
Data and methodology
A self-administered survey was used to gather data on organisational culture, firm and respondent demographic characteristics, and MAC practices (Appendix 1). The surveys were sent to the accountants of a stratified random sample of 600 companies selected from the Federal Chamber of Trade and Commerce list of companies active in the UAE during 2012-2013. The targeted participants were accountants because they usually are involved in the preparation of budgets across companies. The stratified random sample of companies chosen was based on industry type and company size. The survey was piloted to test whether the questions were appropriate and free from jargon. Then, they were delivered and collected mainly by hand. A total of 458 surveys were returned, but 118 surveys were discarded due to missing data. The remaining 340 completed surveys represent a response rate of 56%, which is favorable relative to previous studies (McLellan and Moustafa, 2008) . No significant response bias was detected between the sample surveys received and the total population in terms of industry type or company size. Furthermore, no significant differences were detected between early and late survey responses on any firm characteristics such as paid-in capital and number of employees. The study employs the organisational culture model developed by Cameron and Quinn (1999) because it has been used widely and validated in previous studies (Tianyuan and Nengquan, 2009; Hartnell et al., 2011) . MAC practices were represented by 41 items, which were categorised into eight areas, derived from McLellan and Moustafa (2008) . The arithmetic mean of survey responses was used to measure the dependent variable overall MAC practices and control variables, as well as each of the eight MAC areas. The main study model (1) was:
where MAC overall MAC practices for company (i), which includes eight variables: budgeting for planning (PB), performance evaluation (PE), budgeting for control (BC), product cost management (PCM), advanced costing techniques (ACT), short-term decision-making (STDM), long-term decision-making (LTDM), and strategic analysis techniques (SAT)
OCV organisational cultural values, which covers four variables: clan (CL), adhocracy (ADHO), market (MRKT) and hierarchy (HIRH)
OWN ownership structure (which takes value of 1 for wholly national, 2 for mixed and 3 for foreign).
LEG legal status (which takes value of 1 for government, 2 for family, 3 for LTD, 4 for joint-venture, 5 for partnership and 6 for shareholding company).
TYP organisation type (which takes value of 1 for government and 2 for private).
EMP number of employees
CAP total paid-in capital DE debt-to-equity ratio ε residual error term.
Survey instrument
The survey instrument consisted of five main sections (Appendix 1). Section one deals with organisational culture, employing the methodology found in Cameron and Quinn (1999) . Accordingly, there were six groups of questions. Respondents were asked to divide 100 points among four alternative answers (A, B, C, and D) to each question in each group. The basis for this division was the extent to which each alternative was similar to the situation in their own organisation. Then, all (A) responses were added together and divided by six to obtain an average score. The same procedure was repeated for all of the B, C, and D responses. These alternative responses represented the clan, adhocracy, market, and hierarchy organisational culture, respectively. In section two, a five-point Likert scale was employed to measure the extent of MAC usage (0 = never, 4 = very often). A one-way analysis of variance (ANOVA) was performed on each MAC practice in two versions of the survey, each with a different ordering of the questions. The results showed no statistically significant differences between the two versions on any MAC practices, except for BP, which indicated that otherwise there was no order response bias. Any relationship between organisational culture and BP, though, should be treated with caution. The company and employees' demographic characteristics selected for inclusion in the survey were chosen on the basis of previous studies (e.g., Abdel-Kader and Luther, 2008) . The sample data, firm-specific characteristics and respondent demographic characteristics are shown in Table 1 . 
Results and discussion
Validation and reliability
Cronbach's alpha was utilised to check the internal consistency of the survey instruments ( Table 2 ). The value of alpha for each MAC area (construct) was above the minimum acceptable benchmark of 0.50 (Nunnally, 1978) , which confirms the reliability and consistency of all study constructs. Then, factor analysis was conducted to ensure the validity of each study construct. The cumulative explained variance for each MAC area (construct) also appears in Table 2 . Results showed that each organisational culture value and MAC practice loaded onto a single component, except CL, which again confirms the general validity of the survey instrument. In the case of CL, which loaded on two main components, the analysis models were re-run using these two components scores. The results were quantitatively insignificant. Notes: BP = budgeting for planning; BC = budgeting for control; PE = budgeting for performance evaluation; PCM = budgeting for product cost management; ACT = budgeting for advanced costing techniques; STDM = budgeting for short term decision making; LTDM = budgeting for long term decisions making; SAT = budgeting for strategic analysis techniques; CL = clan organisational culture; ADHO = adhocracy organisational culture; MRKT = market organisational culture; HIRH = hierarchy organisational culture; *Extraction method: principal component analysis using Varimax rotation. Table 3 presents descriptive statistics for all study constructs. MAC practices displays a wider standard deviation than organisational culture, although the mean values for both constructs are quantitatively similar. The MAC practices construct (panel A) has a minimum (maximum) standard deviation of 0.73 (1.13) for MAC, PCM and LTDM, respectively. The organisational culture construct (Panel B) has a standard deviation range from 0.57 for ADHO to 0.87 for HIRH. All study variables are normally distributed with skewness and kurtosis within the acceptable benchmark of five degrees (except CL and HIER, which have kurtosis values of 5.58 and 7.43, respectively). Accordingly, the analytic models were re-run using log transformations for CL and HIER to increase the normality distribution of these variables. The results were quantitatively similar to the ones shown in Table 5 . Furthermore, correlations among the study variables were computed using Spearman's rank statistic ρ (Table 4 ). The detailed levels of MAC practices had significant relationships with organisational culture values, most notably with ADHO and HIRH at different levels of confidence. Similarly, firm and respondent demographic characteristics, such as OWN, LEG and DE, showed significant relationships with certain MAC practices. Other control variables such as occupation, nationality, and gender had only marginal significance and so were excluded from the analysis to preserve degrees of freedom. Value inflation factor (VIF) statistics detected no significant multicollinearity among the remaining explanatory variables (Table 5) . Notes: BP = budgeting for planning; BC = budgeting for control; PE = budgeting for performance evaluation; PCM = budgeting for product cost management; ACT = budgeting for advanced costing techniques; STDM = budgeting for short term decision making; LTDM = budgeting for long term decisions making; SAT = budgeting for strategic analysis techniques; CL = clan organisational culture; ADHO = adhocracy organisational culture; MRKT = market organisational culture; HIRH = hierarchy organisational culture; OWN = ownership structure; LEG = legal status; TYP = organisation type; EMP = number of employees; CAP = total paid in capital (AED); DE = debt to equity ratio (%). Table 3 . Standardised beta coefficients are provided with t-values in parenthesis. *, ** and *** indicate significance at the 10%, 5% and 1% level (two-tailed), respectively. Mx = maximum and Mn = minimum; N = number of observations.
Descriptive statistics and correlation matrix
The regression analysis model (OLS)
Organisational culture and MAC practices
The organisational cultural dimensions were introduced into the multiple regression analysis (ordinary least squares) separately to avoid multicollinearity and to detect the dominant internal environment. The results in Table 5 (Panel B) show that ADHO has significant positive influence on overall MAC practices at the 5% level. The model has an adjusted R 2 of 0.079 with a significant F-statistic at the 1% level. This result implies that the existence of a dynamic, entrepreneurial, innovative, and free-work environment supports the overall use of MAC practices in the UAE. Therefore, Hypothesis H 1A is not rejected, consistent with the study predictions, which posit that ADHO stimulates use of MAC practices in the workplace. This finding also is consistent with previous studies' reasoning about the likely influence of culture on MAC choice and innovation (Halbouni and Nour, 2014; McLellan and Moustafa, 2008) .
Other control variables such as company size (as measured by EMP) had a significant positive impact on MAC practices too, which is consistent with earlier investigations (e.g., Abdel-Kader and Luther, 2008) . In addition, company ownership and legal status (as measured by OWN and LEG) yielded a significant positive effect on MAC practices in Table 5 (panel B) , which is in agreement with prior research (e.g., Desender et al., 2016) . This effect implies that foreign and shareholder ownership structures produce pressure on corporate managers to implement and disclose MAC practices, thereby overcoming the problem of agency cost. For example, Desender et al. (2016) found a strong positive relationship between shareholder-oriented foreign ownership and board monitoring in Japanese firms. They explained that foreign owners may have conflicts of interest with local stakeholders. Thus, they tend to implement Anglo-American governance practices to ease the agency conflicts and to safeguard their investment. Similarly, Martin et al. (2013) show that the extent of family ownership negatively affects the institutionalisation and intensification of management accounting in mediumsized firms in Austria. They suggest that, as a family business develops into a non-family business, more control mechanisms such as institutionalized management accounting, are implemented to align the various stakeholders' interests better.
As has been the case in most previous studies (Hartnell et al., 2011) , the level of variance explained by the regression models was low. This weak result may be due to the existence of mediating or moderating variables, which may reduce the direct influence of organisational culture on MAC practices. Although several tests were conducted to ensure the validity and reliability of the results, they therefore should be interpreted cautiously. Multicollinearity was not a problem in any of the models because the variance inflation factors (VIF) were within the acceptable limit of five degrees. Furthermore, no significant heteroscedasticity of residuals was detected using the Goldfeld-Quandt test statistics. Table 5 also shows the impact of organisational culture on each MAC practice individually. ADHO exerts a significant positive influence on several MAC practices such as BC, PCM, ACT, and SAT at the 5% level (panel C). MRKT, on the other hand, displays a significant negative influence on BC (panel D). This unexpected result implies that market-oriented organisations, may be unsupportive of certain MAC practices. Therefore, H 1B is rejected. The unfavourable influence of MRKT here may be due to the style of budgetary control (e.g. rigid budget). In some cases, the associated threat of losing jobs may cause managers to work against budgeting-for-control practices (Merchant and Manzoni, 1989) . Similarly, HIRH has a significant negative impact on ACT and SAT (panel E). Although the Hierarchy organisational culture possesses strong internal control mechanisms, these results imply that enterprises with a preference for this culture may discourage certain MAC practices. Plausibly, the existence of rigid work formalities as well as tendencies towards stability and consistency may inhibit the use of innovative MAC practices. Hence, Hypothesis H 2B , which states that there is a significant negative relationship between the Hierarchy organisational culture and adoption of (MAC) practices, is not rejected.
In contrast, CL has no significant impact on the adoption of MAC practices, which is consistent with previous research (Goddard, 1997) . For example, Table 5 (panel A) shows that CL's influence on overall MAC practices is not significant. The model has an adjusted R 2 of 0.065 with a significant F-statistic at the 1% level. Hypothesis H 2A therefore is rejected. This unanticipated outcome may be due to the existence of unfavourable cohesive group dynamics against the use of MAC practices (Janis, 1982) . Overall, a panel regression analysis model employing Fixed Industry Effects was used to ensure the reliability of the regression models' outcomes. The results were quantitatively similar to the ones in Table 5 (results not shown for the reason of brevity). The respondents' demographic characteristics had only a marginal impact on MAC practices, and hence were excluded from the analysis to preserve degrees of freedom.
Organisational culture and MAC practices by industry type
Five multiple regression analysis models (OLS) were run for manufacturing, merchandising, service, financial, and other industry types. The results revealed that for the service industry, ADHO and MRKT had significant effects on some MAC practices (Table 6 ). There were no statistically significant results for any of the other four industry types. ADHO had a positive impact on overall MAC practices at the 10% significance level (Panel A). The model had an adjusted R 2 of 0.128 with a significant F-statistic at the 1% level. Moreover, ADHO also had significant positive effects on BC and SAT at varying confidence levels (panel B). MRKT, on the other hand, had just one significant effect, namely a negative impact on BC at the 1% confidence level (panel C). It seems the service industry needs more flexibility and adaptability, compared to other industries, in order to deal with daily situations and problems not foreseen in company manuals. This versatility is consistent with certain studies such as Messner (2016) , who stresses that industry type plays an important role in the choice of management control systems across organisations.
Robustness checks
Five robustness checks were used to ensure the reliability of the results (results not shown for the reason of brevity). First, two-stage least squares regression analysis was used to establish that there were no significant threats from endogeneity due to omitted variable bias (Ntim et al., 2012) . The over-identifying restriction test statistic indicated that the demographic variables nationality, age, and globalisation were valid for organisational culture because their coefficients were close to zero (Larcker and Rusticus, 2010) . However, this result should be treated with care, because the values for partial R 2 and the partial F-statistic were low. These low values may indicate weak instrumental variables, a possibility that future research should address. Second, the Wu/Hausman specification test for analysis models in Table 5 discovered no endogeneity between MAC practices and organisational culture due to reverse causality. Third, repeating the analysis using an unbalanced panel with inclusion of data from the incomplete responses again produced results quantitatively similar to the original outcome. Finally, the top and bottom 5% of the data set were excluded to ensure reliability of results. The regression analysis outputs thus obtained were quantitatively similar too. Notes: All variables' definitions are listed below Table 3 . Models 1, 2, 3 and 6 represent the service sector. Other industry sectors such as manufacturing, trading, financial and others were insignificant (results not shown for the reason of brevity). Standardised beta coefficients are provided with t-values in parenthesis. *, ** and *** indicate significance at the 10%, 5% and 1% level (two-tailed), respectively. Mx = maximum and Mn = minimum; N = number of observations.
Conclusions
In recent years scholars increasingly have sought a better understanding of MAC practices within a behavioural context to improve company performance. The main purpose of this study is to investigate the relationship between organisational culture and MAC practices across companies in the emerging market of the UAE. The results here indicate that organisational culture has a significant influence on some MAC practices, especially in the service industry. More specifically, the results show that an ad hoc organisational culture provides support for the implementation of MAC practices, while more marketing or hierarchy-oriented organisational cultures tend to hinder some MAC practices. The study thus improves our understanding of conditions facilitating adoption of MAC practices in organisations and so has practical implications for domestic and multinational companies. For example, top management should choose the most appropriate MAC practices for its organisational culture and corporate strategy. In particular, a dynamic and entrepreneurial organisational culture valuing innovation and risk-taking seems more conducive to implementation of MAC practices. Researchers might investigate alternative approaches to organisational culture such as the existence of multiple subcultures within an organisation (Denison and Spreitzer, 1991) . This possibility could be explored by incorporating a broader set of values and behaviours in a more holistic measure of organisational culture. New moderators and mediators may be included as potential explanatory variables such as management and production systems. Clearly, MAC adoption across cultures and over time continues to pose additional interesting opportunities for comparative and cumulative investigations. Group 2 A The leadership in the organisation is generally considered to exemplify mentoring, facilitating, or nurturing.
Appendix 1
B The leadership in the organisation is generally considered to exemplify entrepreneurship, innovation, or risk taking.
C The leadership in the organisation is generally considered to exemplify a no-nonsense, aggressive, results-oriented focus.
D The leadership in the organisation is generally considered to exemplify coordinating, organising, or smooth-running efficiency.
Group 3
A The management style in the organisation is characterised by teamwork, consensus, and participation.
B The management style in the organisation is characterised by individual risk taking, innovation, freedom, and uniqueness.
C The management style in the organisation is characterised by hard-driving competitiveness, high demands, and achievement.
D The management style in the organisation is characterised by security of employment, conformity, predictability, and stability in relationships.
Group 4
A The glue that holds the organisation together is loyalty and mutual trust. Commitment to this organisation runs high.
B The glue that holds the organisation together is commitment to innovation and development. There is an emphasis on being on the cutting edge.
C The glue that holds the organisation together is the emphasis on achievement and goal accomplishment.
D The glue that holds the organisation together is formal rules and policies. Maintaining a smooth-running organisation is important. A The organisation defines success on the basis of the development of human resources, teamwork, employee commitment, and concern for people.
B The organisation defines success on the basis of having the most unique or newest products. It is a product leader and innovator.
C The organisation defines success on the basis of winning in the marketplace and outpacing the competition. Competitive market leadership is a key.
D The organisation defines success on the basis of efficiency. Dependable delivery, smooth scheduling, and low-cost production are critical.
Section 2: Management accounting and control practices (tick the appropriate box to reflect extent of usage for each statement in your organisation, where 0 = never, 1 = rarely, 2 = sometimes, 3 = often, 4 = very often).
Budgeting for planning
Budget is used to develop pre-forma financial statements.
The organisation uses budget to plan day-to-day operations.
The organisation uses budget to plan cash flows.
The organisation uses budget to control costs.
The organisation uses budget to coordinate activities across business unites.
Budgeting for control
The organisation performs flexible budget variance analysis on production/service inputs.
The organisation performs budget variance analysis on production/service inputs, direct materials and direct labour.
The organisation performs budget variance analysis on variable manufacturing/service overhead.
The organisation performs budget variance analysis on fixed manufacturing/service overhead.
The organisation uses activity-based budgeting. The organisation evaluates performance based on controllable divisional profits.
The organisation evaluates performance based on return on investment-relating profit to investment.
The organisation performs internal benchmarking.
The organisation evaluates performance based on economic value added or residual income.
The organisation performs benchmarking with other outside organisations.
The organisation uses the balanced scorecard in performance evaluations.
The organisation uses budget performance for compensating managers.
Product cost measurement
The organisation uses a job costing system for product/service cost accumulation.
The organisation uses a process costing system for product cost accumulation.
The organisation uses a combination of job costing and process costing systems.
The organisation uses a plant wide overhead rate to allocate overhead to production/service.
The organisation uses target costing techniques.
Advanced costing techniques
The organisation uses an activity based product/service costing system.
The organisation uses activity based costing in non-production departments.
The organisation performs variable costing analysis.
The organisation performs cost of quality analysis.
Short term decision making techniques
The organisation performs cost, volume, profit analysis.
The organisation develops contribution margin statements.
The organisation distinguishes between incremental and non-incremental costs.
Long term decision making techniques
The organisation evaluates major capital investments based on discounted cash flows.
The organisation calculate and use the cost of capital in discounting cash flows for major capital investments.
The organisation evaluates major capital investments based on payback period and/or accounting rate of return.
The organisation performs sensitivity 'what if' analysis when evaluating major capital investment projects.
The organisation evaluates the risk of major capital investments by using probability analysis. The organisation performs customer satisfaction analysis.
The organisation performs product life cycle analysis.
The organisation performs analysis of competitors' strengths and weaknesses.
The organisation conducts formal strategic analysis.
The organisation performs ongoing supplier evaluations.
The organisation performs product/service profitability analysis.
The organisation performs customer profitability analysis.
Section 3: Budgeting related behaviour and other control variables (tick the appropriate box), where 0 = never, 1 = rarely, 2 = sometimes, 3 = often, 4 = very often).
Work is done formally with other employees in preparing the budget.
Work is done informally with other employees in preparing the budget.
Budget preparation requires a lot of time and effort.
Performance evaluation depending on the ability to meet the budget.
It is required to submit an explanation about causes of budget variances.
Opinions can be expressed on budget matters.
The use of budget depends on more flexibility and innovation in workplace
The use of budget depends on the technology used in the organisation.
The use of budget depends on predictable goal achievement and individually based budgetary control.
The use of budget depends on the need for strategic adaptation and change in business environment.
Section 4: Company characteristics (tick the appropriate box)
Organisation ownership structure 100%national_mixed_foreign
Organisation legal status Government_family_LTD_joint venture_partnership_shareholding
Organisation type Government_private
Number of employees Less than 100_100/500_500/1,000_more than 1,000
Paid in capital (millions AED) Less than 5 Mil_5/25_25/50_more than 50 Mil.
Debt to equity ratio Less than 25%_25/50_50/100_more than 100%
